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This assignment aims to appraise the integral components and the research that explores the concepts that encompass of self-awareness and unconscious bias. Reviewing the strategies for addressing them within the context of workplace practices.

The paper will cover in detail, Case study analysis, Self-awareness and unconscious bias. The paper will explore journals written by Golman, Eurich.
The content of this paper will also include elements of accountability, self-management and interpersonal relationships.

Finally, the paper will explore personal preferences what I would have done differently

[bookmark: _Toc184240570]Overview of Self-Awareness
Self-awareness is the basis upon which actual authentic leadership skills can be developed. It requires a good understanding and honest self-reflection a deep and honest understanding of one's strengths, weaknesses, emotions, and behaviours. A leader who has excellent self-awareness can identify how their actions and behaviours impact on others.  To be self-aware in such a way this skill allows a leader to optimise the skill mix amongst their individual team members.  Leaders who have the capability to understand their own awareness can encourage certain team members and empower them in professional development. 
According to (Goleman et al., 2018) self-awareness is one of the five key components of emotional intelligence, which significantly impacts leadership effectiveness.
Self-Awareness: Recognising and understanding your own emotions, strengths, weaknesses, and motivations.
Self-Regulation: The ability to control and manage your emotions effectively, staying calm under pressure and adapting to changing circumstances.
Motivation: Being driven to achieve goals for personal reasons beyond external rewards, such as passion for the work itself.
Empathy: Understanding and sharing the feelings of others, and being able to see things from their perspective.
Social Skills: The ability to manage relationships and build networks, including effective communication, conflict resolution, and teamwork





















In this example below (Eurich, 2018) states there are four self-awareness archetypes. Eurich is an organisational psychologist, executive coach, researcher, and New York Times best-selling author. (Tasha Is an Organizational Psychologist, Executive Coach, & Researcher. She Uses Science to Help Leaders Achieve Measurable Personal and Organizational Change. | 100 Coaches Agency, 2024)
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The table above give an insight into the different ways people see themselves. Many will recognise themselves in one of these four types. 

Introspectors
Introspectors have a firm understanding of their own beliefs, values and goals. Whilst the possess a high level of personal awareness they occasionally fail to understand the impact they have on others. 



Seekers 
Have a lower understanding of personal awareness and external self-awareness.  Seekers can often have difficulties adjusting within a team setting.  Seekers have difficulties determining their direction. Seekers are eager to learn and grow. 
Aware
Individuals who are aware have a deep understanding of their strengths and weaknesses.  They are acutely aware of their self-awareness and external self-awareness.
Pleasers
Pleasers are individuals who possess a high level of external self-awareness and low-level understanding of self-awareness. Pleasers understand and empathic with all individuals.

Each of these archetypes engage in some form of self-reflection. The level of self-awareness assists in interpersonal relationships. 
Self-aware individuals are better at expressing their thoughts and feelings better in a clear and effective way, which can lead to more meaningful and fruitful discussions.
Reflection on one’s own experiences and emotions, people can develop a greater empathy for others, leading to a more compassionate and supportive interrelationships in the workplaces.



Self-Awareness.

Self-awareness is the basis upon which actual authentic leadership skills can be developed. It requires a good understanding and honest self-reflection a deep and honest understanding of one's strengths, weaknesses, emotions, and behaviours. A leader who has excellent self-awareness can identify how their actions and behaviours impact on others.  To be self-aware in such a way this skill allows a leader to optimise the skill mix amongst their individual team members.  Leaders who have the capability to understand their own awareness can encourage certain team members and empower them in professional development. 

According to (Goleman et al., 2018) self-awareness is one of the five key components of emotional intelligence, which significantly impacts leadership effectiveness.

Self-Awareness: Recognising and understanding your own emotions, strengths, weaknesses, and motivations.
Self-Regulation: The ability to control and manage your emotions effectively, staying calm under pressure and adapting to changing circumstances.
Motivation: Being driven to achieve goals for personal reasons beyond external rewards, such as passion for the work itself.
Empathy: Understanding and sharing the feelings of others, and being able to see things from their perspective.
Social Skills: The ability to manage relationships and build networks, including effective communication, conflict resolution, and teamwork








[bookmark: _Toc184240571]Overview of Unconscious Bias

Unconscious bias raises the automatic and often unintended thinking and pigeon-holes that often create the way we impact in our thinking and being particular our observations and movements. These biases, created and influence by social cultural and society. Unconscious bias can have a significant impact on workplaces significantly affect workplace teams, it impacts on decision-making procedures, and the way teams and their relationships. 

Understanding and recognising unconscious bias is a powerful tool to enable teams and organisations to create a diverse and inclusive work environment this is crucial to encourage teams and organisation to grab the opportunity to truly get the best from their workforce. 
Leaders can effectively create a mix of wealth of knowledge and skill set when leader can openly recognise unconscious bias and ensure there implement fair practices, and foster honest practices to lessen the impact of these biases.

(Fuller, 2020) literature explores the unconscious biases in the workplace and offers an in-depth outline for leaders to identify and address unconscious bias in the workplace. It emphasizes the importance of self-awareness, empathy, and curiosity in creating an inclusive environment. 
By identifying and modifying biases, leaders can foster better connections among team members and enhance overall team performance.



[bookmark: _Toc184240572]Case Study SMART Engineering Company 

Case study Dr Alice Parker 

SMART Engineering has formed a cross-functional team to develop a ground breaking electric car. The team comprises of engineers, designers, and marketing specialists with diverse backgrounds and experiences.  Dr Alice Parker is a member of this team.  Dr Parker is also gay. Dr Parker originated from Prague and now lives in the UK.  Her wife I also a member of the team. Dr Prker and her wife started their jobs at the same time. The team is predominately male. Dr Alice Parker and her wife have resigned from their roles following several challenges. 

What happened.
Several key factors happened over a period of time. These key issues resulted in Dr Parker and her wife who was also part of the team resign from their roles.
•	People often stop talking when we enter the room, or whisper when we pass them in corridors.
•	being behind schedule.
•	The issue of a female running such an important project keeps surfacing in conversations, with my team seemingly unable to acknowledge my expertise.
•	The gossip about me and why the project was about to miss the deadline continued behind my back.
•	absence of trust, corroded by biased attitudes, stifled effective communication and relationship-building within the team.
•	management often came down to the shop floor and spoke with the team directly without my knowledge.
•	We(female) are not asked to give opinions on any new products or ideas.
•	during the team meeting it was my male colleague who was asked about the progress of the project
•	I felt invisible to the team.
•	I am not comfortable sharing the details of my project with my colleagues for fear of someone else taking the credit for my work.
•	“us and them”
•	As I come from a different industry to others, I am made to feel like my opinion is not wanted.
•	there is a noticeable affinity bias, with team members gravitating towards those with similar backgrounds and experiences.
•	a male colleague asked me for a progress update on a different project so he could deliver it during the upcoming team meeting.
•	I am constantly guarded in case someone takes my work and presents it as their own.

Whilst the above indicates a number of incidences of poor communication, extreme examples of prejudices there is a lack of clarity.  Dr Parker fails to be descriptive in ways that offers context to some of the incidence.  Dr Parker fails to address her concerns and appears not to eliminate what she believes to be the actual facts. It is not clear what actions Dr Parker has taken to proactively approach her colleagues. In some instances, Dr Parker demonstrates some prejudices towards her male counterparts. 

The interesting point Dr Parker raises is this “I am not comfortable sharing the details of my project with my colleagues for fear of someone else taking the credit for my work”. This raises the questions does the team perceive Dr Parker not to be a team player.

Another occasion that demonstrates prejudiced behaviour “a male colleague asked me for a progress update on a different project so he could deliver it during the upcoming team meeting”.
As Dr Parker descend from Prague, it isn’t clear if Dr Alice Parker may have a strong accent and that for presentation purposes this was better delivered by her team member
The gossip about me and why the project was about to miss the deadline continued behind my back. Dr Parker has not demonstrated with absolute indication this was actually happening.  
Dr Parker fits the archetype of Eurich seeker. Dr Parker presents to have low self-awareness and low self-external awareness. 
In the literature of (Goleman et al., 2018) 5 components Dr Parker presents emotional intelligence it is awfully difficult to identify Dr Parkers personality type with these 5 components which would suggest Dr Parker has low emotional intelligence.

[bookmark: _Toc184240573]Case Study Analysis

Why did it happen.

There a number of factors that led to this case study happening in this way. 
The management team has failed to address any team conflict, however there is no indication that Dr Parker has raised her concerns formally. 
Dr Parker identifies clearly affinity biases. (What Is Affinity Bias and How Does It Affect the Workplace, 2023) article states individuals subconsciously gravitate towards particular people who share the same passion, beliefs, interests. Part of the article explores the function of the human brain and how the brain captures 11 million bits of information but can only sufficiently process 40 at a time giving way to lazy thinking which in effect results in unconscious bias.  As humans we are comfortable with what we are familiar with and what we know. 

The team failed to recognises each other’s contributions to the project.
Many of the team failed to identify their actions and behaviour caused offence or had consequences that impacted on the rest of the team. (Finkelstein, 2021) attempts to highlight how to embrace accountability that can lead to remarkable improvements in teams’ performance, reduce missed goals, and eliminate excuses and blame.

The team had no clear direction of planning. This led to individuals working in heightened anxiety and stressed attempting to meet an unachievable target.

There appears to be very little for personal accountability in the case study. (Covey, 2013) findings describe without accountability in a workplace issue there is limited growth. The team dynamics can be dysfunctional and will display difficulties in working together.  Without accountability trust within a team will be non-existent. 




Who was affected:
Dr Alice Parker and her wife have seen the significant impact, having felt it necessary to resign from their roles.
The team has lost a diverse and experienced member of the team.  The team appear to have failed to adopt an all-inclusive approach to their working styles. Dr Parker’s leaving the organisation might create a breach in information and reduce the team's overall diversity, which is critical for the development of inventive approach and effective decision-making.
The organisation reputation could face reputable damage from failing to be an inclusive employer. This could cause the organisation to struggle to attract and retain skilled employees.
LGBT+ Community resignations can highlight the challenges many LGBT+ workers face in the workplaces daily.

What are the consequences of their actions?
There is a particular incident where a male colleague appears to have undermined Dr Parker by approaching and meeting other team members. Whilst it is unclear what the topic of discussion might have been, being undermined can cause feelings of not been valued, have a detrimental impact on confidence.  Feelings of negativity from observing an action that has caused ill feeling can manifest in a number of ways poor communication, poor external awareness.

The fraction within the team was evident resulting in  causing fragmented relations producing  poor performance.  The team were not engaging. Failing to utilise each other’s strengths and be respectful to one another’s input resulted in failing to produce targeted workplan.

Filing to meet projected timelines can also have a detrimental financial impact.  Delays in productions and future sales will inevitably cost the organisation finically. Finally the reputation of the organisations credibility is taken into serious question.


How would you do things differently:

As Dr. Parker, I would have initiated challenging conversations with my colleagues to make them aware of how I felt and what actions they took that made me feel this way. If there was no change in my colleagues' behaviour, I would have escalated any further poor behaviour to the human resources department and line manager. I would have given the organization the opportunity to correct any poor behaviour. I would have negotiated with my manager for mediation with individuals in the team to gain a better understanding of incidents that had occurred. As Dr. Parker, I would have utilised reflective tools to learn about my own behaviour and how it might be perceived by others.


As a leader it important that you have regular contact with your team members.  Having identified a number of team issues I would ensure I implement team briefings. 
In reference the slipping behind schedule, I would introduce a project managing and monitoring tool. I would utilise a Ghantt chart method to sufficiently track and monitor the project timeline. I would have arranged regular briefings to review progress identify roles and responsibilities during the project life expectancy.





Team building efforts and team support.
(Otten, 2020) describe how to make team building fun. The importance of team building enhances the workplace creating a welcoming culture. 
Expands and supports effective Communication: It inspires honest and open discussions to help team members understand each other better.
Improvements to Teams Confidence: With 101  Fun activities and shared knowledges can improve job fulfilment and drive.
Enhances Collaboration: Working together on tasks builds trust and improves cooperation. (Covey, 2006) Covey introduces the concepts of the "Trust Tax" and the "Trust Dividend," illustrating how trust impacts the speed and cost of transactions, how these impact from individuals. 
Develops Problem-Solving Skills: Team-building exercises often involve challenges that require creative solutions. A solid team is more likely to share ideas and innovate.
Strengthens Relationships: It helps build stronger interpersonal relationships, which can lead to a more supportive work environment.

Education sessions:
Challenge unconscious thinking and introduce inclusive culture charter, encouraging the team to sign up to the charter. 
Having a diverse and inclusive team takes education and self-awareness.  It is important individuals have an understanding of other cultures and beliefs. Without education or awareness sessions the team will not thrive as a team.  The team will to be able to function as a team due to the lack of understanding for their colleagues. (Malone, 2021) clearly defines the benefits of education can assist with promoting equality and create a more inclusive culture.

My approach would be to encourage team discussions, team bonding.  Introduce a robust and structured approach to work related tasks, identify each role and responsibility within the project.  Be clear regarding timeframes. 
 
Introduce regular personal development (PDR) review, PDRs ensure that individual performance achieves organisational objectives and goals, endorsing successful outcomes. and offer mentorship programmes to provide team members with the opportunity to talk in confidence about incidences and share different perspectives of incidents within the team. Mentorship programmes can improve colleagues’ experiences in the workplace. They can also support new employees participate into the organisational culture. 
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The Four Self-Awareness Archetypes

This 2x2 maps internal self-awareness (how well you
know yourself) against external self—-awareness (how
well you understand how others see you).

LOW ¢—————————INTERNAL SELF-AWARENESS ————————> HIcH

Introspectors
They’re clear on
who they are but

don’t challenge their

own views or search for

blind spots by getting
feedback from others.
This can harm their
relationships and limit
their success.

Seekers
They don’t yet
know who they are,
what they stand for,
or how their teams see
them. As a result, they
might feel stuck or
frustrated with their
performance and
relationships.

Aware
They know who
they are, what they
want to accomplish,
and seek out and value
others’ opinions. This
is where leaders begin
to fully realize the
true benefits of
self-awareness.

Pleasers
They can be so
focused on appearing
a certain way to others
that they could be
overlooking what matters
to them. Over time, they

tend to make choices that
aren’t in service of their own

success and fulfillment.
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